crisis intervention, and sexual assault examinations. When mental health professionals treat patients whose trauma matches their own, the therapist may experience intrusive recollections known as countertransference (Friedman, 1996) . This distressing phenomenon is also experienced by crisis and suicide hotline workers, who may likewise encounter callers who detail traumas that are similar to their own experiences (Friedman, 1996) . Finally, sexual assault nurse examiners (SANE) who have experienced their own sexual trauma have also been found to experience negative emotions and cognitions when examining assault victims (Raunick, Lindell, Morris, & Backman, 2015) .
A second crucial consideration is the proclivity of individuals to disclose information about sexual misconduct experiences both during and after training (O'Leary-Kelly, Bowes-Sperry, Bates, & Lean, 2009) . Although disclosure has the potential to benefit survivors and organizations, and is in some cases a goal of training, inappropriate responses to disclosure can elicit or amplify a host of negative outcomes. For example, responding to survivors by providing emotional support can enable coping, whereas responses that blame the survivor or attempt to control their decisions can decrease self-esteem and increase post-traumatic stress, anxiety, and depression, respectively (Orchowski, Untied, & Gidycz, , Untied, & Gidycz, 2013) . Organizations can draw on the above empirical evidence and examples to understand the potential harm posed by exposing individuals to material that relates to past personal traumas and the importance of considering survivors' perspectives when designing sexual misconduct training.
Recommendations for survivor supportive training
The potential detrimental effects of sexual misconduct training for survivors indicate a need for organizations to administer sexual misconduct training in a way that mitigates risks for this population. Below, we propose a series of recommendations to help organizations accomplish this goal.
Customize content
In contrast to Medeiros and Griffith's (2019) focus on the limitations of online training delivery, we posit that the benefits of electronic delivery outweigh the consequences. This is especially true for survivors, for whom electronic training can be easily customized to reduce the likelihood of retraumatization. High-fidelity training and simulations are described by Medeiros and Griffith as tools to increase the effectiveness of training, yet these training modalities are also the most likely to elicit distress in survivors. With simple branching logic in an electronic training environment, participants could opt for a lower fidelity (e.g., not scenario based) training specifically designed for trainees who are concerned about exposure to traumatizing material (e.g., the high-fidelity rape scenario described in Heppner, Humphrey, Hillenbrand-Gunn, & DeBord, 1995) . We advise that such alternative training options should be developed with input from survivors.
Further underscoring the benefits of online training, this approach can be used to better target employees in need of additional or specific training. Training that begins with an individual-level needs assessment can identify such needs and automatically adjust a user's electronic training progression accordingly without the user's awareness, potentially negating the selection-related concerns (e.g., resentment) expressed by Medeiros and Griffith (2019) . Moreover, customized electronic training permits a user to complete the training privately and at his/her own pace. Thus, in addition to the online environment potentially reducing self-presentation biases and increasing honest engagement with the material, completing electronic sexual misconduct training in private provides added flexibility for survivors to have emotional responses without fear of judgment and allows trainees to take breaks after emotionally provocative content. Finally, organizations may also consider allowing employees to opt out of training components that may pose the greatest risk for triggering survivors. However, in making that decision, organizations must carefully consider the associated costs and benefits, and whether opting out of the specific content in question is permitted within the boundaries of legal and organizational requirements.
Expand trainer training
Drawing on Anderson and Whiston's (2005) meta-analysis, which demonstrated that training is more effective when conducted by professional trainers, Medeiros and Griffith (2019) note the importance of well-trained trainers. We agree but extend this recommendation in two key ways. First, we argue that trainers should also be specifically trained to effectively respond to survivors who disclose experiences of sexual assault or harassment. As noted above, the nature of sexual misconduct training may elicit disclosure, and responses to these instances can have notable effects on survivors' mental health outcomes (Orchowski et al., 2013) . As such, we propose that trainer training should expose trainers to models of supportive ways to respond to employee disclosure, models of deficient and inappropriate responses, opportunities to practice responding, and knowledge of the costs of ineffectual responding.
Second, similar to the impact trainer responses can have within the training environment, the ways in which organizational officials respond to employee reports of misconduct in the post-training environment can likewise mitigate or exacerbate distress among survivors. In addition, the nature of these responses can also shape perceptions of the utility of the organization's reporting procedures, which can subsequently affect perceptions of sexual harassment climate (Fitzgerald, Drasgow, Hulin, Gelfand, & Magley, 1997) , decisions to report future instances of sexual misconduct (Vijayasiri, 2008) , and bystander intervention behaviors (Holland, Rabelo, & Cortina, 2016) . Thus, we recommend organizations also expand this form of disclosure-focused training to organization officials to whom employees are mandated or most likely to report.
Focus on resources
Despite efforts to create survivor supportive training content, the nature of sexual misconduct training may nonetheless increase distress for employees who have experienced sexual harassment and/or assault. One way organizations can aid survivors who may be triggered during training is through providing specific, accessible, and clearly defined resources at the onset rather than conclusion of training. Possible resources include information regarding reporting mechanisms and policies, identifying trained organizational officials to whom employees can disclose, and highlighting employee assistance programs, among others. Identifying resources accomplishes multiple goals. First, and most importantly, providing resources up front may serve a protective function for survivors who may soon be exposed to material that has the potential to be retraumatizing. Second, clearly organizing and documenting resources in a way that encourages their future use may help buffer against post-training declines in positive attitudinal and behavioral changes for all trainees (e.g., Brecklin & Forde, 2001) . That is, providing employees with a repository of resources that can be accessed outside of the training environment may facilitate training transfer. As a final note, we recommend organizations provide trainees with both internal and external resources. Given work showing that employees choose not to report instances of sexual misconduct at work due to fear of retaliation (SHRM, 2018) , external resources may bridge the gap and support employees who are not yet ready to disclose to an organization member. To aid organizations in designing this content, Table 1 provides a list of external resources that could be included in sexual misconduct training.
Conclusion
As underscored by the points detailed in this commentary, continuing to overlook the perspective of employees who have experienced sexual harassment and/or assault-a population to whom organizations will inevitably provide training-leaves organizations vulnerable to implementing sexual misconduct training that does more harm than good for some of its employees. It is our hope that the recommendations detailed above provide specific and actionable steps organizations can take to design survivor supportive training while also spurring future research to evaluate survivor outcomes within the sexual misconduct training domain. 
